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    本文以中国企业新生代员工为研究对象，以社会交换理论为基础，探讨指导
关系对新生代员工敬业度的影响，并探讨互惠在二者关系中所起的中介作用。研
究采用问卷调查方法，收集到 208 个样本，运用 AMOS4.0 和 SPSS117.0 统计软
件完成量表分析和假设检验。研究结论归纳如下： 
    1. 指导关系对新生代员工的的互惠和敬业度均有显著的正向影响 
    2. 互惠在指导关系对员工敬业的影响中起中介作用 
    3. 受教育程度对指导关系中的职业指导起显著作用 
    

















In the last decade, western scholars have witnessed a growing interest in the 
notion of employees’ work engagement. However, the study of work engagement has 
not been widely studied in China especially in the field on new generation staff. In 
fact, work engagement of new generation staff is rapidly becoming central in the 
management lexicon. Management problems such “how to integrate values and 
characters of new generation staff”, “how to meet the requirements of new generation 
staff”, and “how to maintain their work engagement level” are demanding for human 
resource management. 
Relatively few researchers applied for social exchange theory to study the 
mechanism of work engagement. Generally, enterprises train new generation staff by 
mentoring relationship. Mentoring relationship covers various aspects that influence 
work engagement. Practices on mentoring relationship improve the management 
quality in enterprises. Three parties are involved in mentoring relationship, including 
mentors, trainees, and organization. What matters is how growing environment and 
values influence work engagement of new generation staff and how mentoring 
relationship can help improve work engagement. Nonetheless, few studies have pay 
attention to the above matters and human resource management has been lack of 
guidance. 
Based on social exchange theory, present paper focuses on the effect of 
mentoring relationship on work engagement of new generation staff meanwhile 
analyzes the mediating role of reciprocity between mentoring relationship and work 
engagement. A sample from China consisting of 208 staff was used to test the 














1. The mentoring relationship positively influenced reciprocity and work 
engagement of new generation staff.  
2. Reciprocity acted as mediator between mentoring relationship and work 
engagement.  
3. Education level was significantly associated with career guidance in mentoring 
relationship. 
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中国员工敬业度为 2%。时隔 4 年，中国员工的敬业度虽然有所提升，但处于世界最





















model ，JDO-R）（Demerouti，2001；Schaufeli & Bakker；2004）、关键心理状态模
型（Kahn，1990；May et al.，2004）、社会交换理论（Social exchange theory，SET）。













































































  （二）验证指导关系两维结构对新生代员工敬业度是否会产生显著正向影响。 
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